The purpose of this study was to identify the effect of information technology leaders' emotional intelligence on subordinate job performance. Participants consisted of information technology leaders, and were recruited from the Association for Information Technology Professionals (AITP) and the Information Technology (IT) Specialist group in LinkedIn (a business-oriented network website). A quantitative, correlational approach was taken by an online administration of two validated instruments-the Emotional Quotient Inventory (EQ-i) and Van Scotter and Motowidlo's measures for contextual performance (interpersonal facilitation and job dedication). Findings indicated that there was a positive relationship between IT leaders' emotional intelligence scores and subordinates' job performance ratings. Specifically, higher IT leaders' general mood scores, and optimism scores are associated with subordinates' higher interpersonal facilitation and job dedication scores. Further, results provided insight on IT leaders' EI training needs, career development, and guidelines for areas of improvement.
Introduction
It has been suggested that emotional intelligence (EI) can be of interest to organizational researches only if EI can be related to an organizational outcome, such as job performance (Law, Wong, Huang, & Li, 2008) . Still, academic investigation relating EI to organizational outcomes are scarce (Côté & Miners, 2006; Law, Wong, Huang, & Li, 2008; Wong & Law, 2002) . Despite the growing amount of literature on EI, the relationship between emotional intelligence and job performance is highly understudied (Côté & Miners, 2006; Law, Wong, Huang, & Li, 2008; Wong & Law, 2002) . Within the minimal amount of EI and job performance literature, researchers found evidence of an existing relationship between individual emotional intelligence (EI) and job performance (Côte & Miners, 2006; Daus & Ashkanasy, 2005; Law et al., 2008 ). Yet, previous research has failed to adequately assess how leader emotional intelligence impacts subordinate job performance (Wong & Law, 2002) . Thus, the focus of this study was to address the existing literature gap concerning the effect of leader EI on subordinate job performance.
Literature on emotional intelligence (EI) in the workplace has flourished since the 1995 publication of Goleman's bestselling novel, Emotional Intelligence (Johnson, 2005) . In 2010, the Internet-based book retailer Amazon listed more than 15,000 titles devoted to the topic of EI (Amazon, 2010a) . Research linking EI to leadership effectiveness proposed that EI could positively or negatively affect subordinates' perceptions of the leader, thus affecting job performance (Fambrough & Hart, 2008) . Given these previous findings, the current project aimed to address the existing literature gap by examining leader emotional intelligence with subordinate job performance ratings, specifically in the Information Technology (IT) industry sector.
The independent variable for this study was IT leaders' emotional intelligence scores, with the dependent variable being subordinate contextual job performance ratings. This approach was taken in order to gain a better understanding of how leader emotional intelligence impacts subordinates job performance. In addition to contributing to the growing body of knowledge concerning EI, findings may lead to further explanatory studies on EI's impact on subordinate job performance factors.
Literature Review
The relationship between leader emotional intelligence and subordinate job performance is widely understudied (Côté & Miners, 2006; Daus & Ashkanasy, 2005; Law et al., 2008; Wong & Law, 2002) . There is no noted or plausible research conducted to insinuate a correlational relationship between emotional intelligence and job performance ratings in the information technology field. Research performed by Caruso and Gentry (2005) suggested that the primary causes for IT leadership failure involved emotional intelligence, and included a lack of empathy, a lack of emotional ability, and an inability to connect with others.
Emotional Intelligence and Leaders
Results of previous research suggested that emotions and moods could have a strong impact on decision-making effectiveness. Cooper's (1997) study on leaders' emotions concluded that proper management of emotions could elicit follower trust, commitment, and loyalty, as well as innovation, productivity gain, and collaborative organizational success. Consequen tly, inadequate use of emotion could create ineffective decision-making and social conduct. In context, when rating subor-dinate job performance, a leader's inadequate use of emotion could create faulty evaluations.
Job Performance
Job performance comprised several dimensions pertinent to the study of emotional intelligence, including in-role (or task) performance and extra-role (or contextual/citizenship) performance (Côté & Miners, 2006; Ng & Feldman, 2008) . Task performance refers to major substantive duties mandated, rewarded, and appraised by the employing organization (Côté & Miners, 2006; Janssen & Van Yperen, 2004) . Contextual or citizenship performances refers to the extra behaviors not part of normal job duties, and are activities beyond major duties to aid in strengthening organizational effectiveness (Côté & Miners, 2006; Johnson, 2005; Ng & Feldman, 2008) . Previous investigation has suggested that leaders take both task and contextual performance into consideration when evaluating performance (Podsakoff, MacKenzie, & Hui, 1993) .
IT Leaders and EI
Information technology leaders, who have built status based on technical expertise, often lack the adequate soft skills necessary to function when placed in complex situations that involve the management of people, resources, and strategy (Bernthal & Wellins, 2006) . Individuals with low emotional intelligence skills are likely to show ineffective reactions in situations involving interpersonal skills (Sen, 2008) . One study conducted on information technology (IT) leaders identified the three predominant causes of leadership failure among technology managers: lack of empathy, lack of emotional ability, and the inability to connect with others (Caruso & Gentry, 2005) . This gives further support to the aforementioned proposition of Bernthal & Wellins (2006) that many IT leaders lack the necessary soft skills and emotional abilities needed to have an effective impact on subordinates in the workplace.
Methodology
A quantitative, correlational approach was employed for this study by administering two validated quantitative instruments, the Emotional Quotient Inventory (EQ-i) and Van Scotter and Motowidlo's (1996) measure of contextual performance. Johnson (2001) contended that variables such as intelligence, aptitude, age, and job satisfaction, are not manipulable, and should be used in a correlational study. The EQ-i instrument was selected for measuring emotional intelligence because of its composition of emotional and socially intelligence behavior measures. The EQ-i is one of the longer-lived and most widely used instruments, and has been the focus of valuable validity studies (Bar-On, 1997; Dawda & Hart, 2000) . Van Scotter and Motowidlo (1996) were instrumental in defining the construct of contextual performance and separating the concept into two facets: interpersonal facilitation and job dedication. The contextual performance measurement items developed by Van Scotter and Motowidlo (1996) were selected over Coleman and Borman's (2000) study because Coleman and Borman's (2000) items lacked an adequately valid and reliable scale to measure contextual performance behaviors. Van Scotter and Motowidlo's (1996) measures for contextual performance are divided into the two facets of interpersonal facilitation and job dedication.
Sample
The target population was information technology (IT) leaders within the Association for Information Technology Professionals (AITP) and the Information Technology (IT) Specialist LinkedIn group. The Association for Information Technology Professionals (AITP) selected for the study is one of the leading worldwide societies of information technology business professionals and is a community of knowledge for the current and next generation of leaders (AITP, 2010) .
An e-mail message was sent by AITP headquarters to invite members to participate in the study. Instructions for completing the online survey were included in the e-mail message, as well as a hyperlink for accessing the online instrument. Qualifying participants were currently employed in various IT companies in the United States who were responsible for the conduction of formal performance appraisals of subordinates within their organization. Systematic sampling, in which every nth individual was selected, was employed because of the large number of possible participants available in the targeted professional groups. A sample of 72 participants was selected, a sample size appropriate for this correlational design (Creswell, 2005) . Responses were analyzed using SPSS (17.0).
Data Collection
Participants completed two web-based instruments-the BarOn Emotional Quotient Inventory (EQ-i) and Van Scotter and Motowidlo's (1996) contextual performance measure. Demographic questions were included in the EQ-i instrument. The online survey instrument was hosted by SurveyMonkey, a free online survey software and questionnaire tool. Participants' responses were converted into Microsoft Excel spreadsheets and imported directly into SPSS 17.0 for analysis.
Results
Data analysis included descriptive statistics, Emotional Quotient Inventory Technical Manual, and Pearson Product-Moment Correlation. Of the 72 participants, 65.3% were female and 30.6% were male; the remaining 4.1% of the sample did not indicate their gender. The sample for this study ranged in age (26 to 66 years), with a mean participant age of 40.63 years.
An Emotional Quotient Inventory Technical Manual was used to determine IT leaders mean score; scale score interpretations can be viewed in Table 1 . Descriptive statistics for the two job performance scales were presented in Table 2 . The scores were based on a scale of one-to-five, with higher values reflecting more positive job performance. The results indicated that the subordinates in this study were rated as exhibiting interpersonal facilitation behaviors sometimes to regularly (3.80) and exhibiting job dedication behaviors sometimes to regularly (3.75). However, there was a wide range of scores indicating that some of the subordinates seldom or never exhibited such behaviors while others exhibited them very often.
As seen in Table 3 , mean scores suggested that participants had an adequate degree of empathy, with an average score of 97.51. However, this was the area in which participants scored the lowest. Participants scored the highest on the independence subscale (106.68). Table 4 provided the descriptive statistics for each of the five EQ scales. Results indicated that, on average, participants scored highe t on the stress management s scale (105.21), followed by the adaptability scale (105.08). Participants scored lowest on the interpersonal scale (100.08). The Pearson correlation results between each of the 15 EQ subscales and the interpersonal facilitation scale were provided in Table 5 . Results indicated that optimism has a weak correlation with interpersonal facilitation (r = .24, p = .005). With a larger sample size the results could yield a stronger correlation. Self-actualization had a small effect on interpersonal facilitation, r = .24, p = .005, and a larger sample size of IT leaders and subordinates can strengthen the correlation of high emotional intelligence scores (IT leaders) with interpersonal facilitation scores (subordinates).
Discussion
This research study attempted to examine the notion that IT leaders failed in leadership roles due to a lack of empathy, a lack of emotional ability, and the inability to connect with others (Caruso & Gentry, 2005) . The purpose of this study was to investigate the relationship between IT leaders' emotional intelligence and subordinate contextual performance behaviors rat ings. IT leaders scored high on stress management and adapta-bility, and both of those leadership traits can be deemed as beneficial towards the development of empathy and the management of emotions and teammates. In the IT industry high demands are placed on management, and in turn, management might place those strains on their employees; this inability to manage stress can result in micromanaging of employees and poor performance throughout the organization. However, IT managers who focus on the management of emotions might be more effective than the highly skilled IT managers. Technology firms are successful when they are structured with the most talented individuals. Some organizations might promote the highly skilled and knowledgeable workers, but the problem derives from poor leadership traits and qualities. Highly skilled IT employees do not guarantee highly skilled IT leaders, so IT firms should start investing in leadership programs that focus on the management of emotions and seek individuals that embody emotional intelligence. One could assume from this research that IT leaders with high emotional intelligence might be perceived as better performers in their job, but the weak correlations found cannot validate this notion. In this study, EI have proven high among IT leaders, so one could assume IT leaders displayed the ability to make rational and emotional decisions in regards to employee job ratings. Fair employee job ratings can inspire constituents to align their behaviors and actions to perform in a productive and successful manner.
Conclusion
This study supported previous assertions that optimistic leaders experience less stress and other negative emotions (Tan & Tiong, 2005) , which may allow the leaders to effectively rate subordinates contextual performance behaviors. Results also suggest that IT leaders who possess the EI skill of self-actualization are aware of and can positively rate subordinates' display of cooperative, considerate, and helpful acts that create interpersonal facilitation. The current research demonstrated the existence of a relationship between leaders EI and subordinates job performance. Findings can be interpreted to mean that higher levels of leader EI have a positive relationship with how leaders rate subordinates' display of acts beyond normal job duties.
Understanding the specific relationship between leaders' EI and subordinate job performance may help leaders decide on performance approaches with subordinates to support organizational effectiveness. Future studies can be used to explore the benefits of EI on other leaders across a broad spectrum of industries. Additionally, it is recommended that future investigation examine EI inventory scores of male managers versus female managers and how those scores can impact their job evaluation performance. Finally, a larger sample size should be examined to offer stronger and more generalizable findings
